Modern organizations bank upon High Performance Work Systems to optimize the potential of their human resources. Drawing upon Job Characteristics Theory (Hackman and Oldham, 1975) and Social Exchange
Theory (Blau, 1964) , the present study explores the The positive outcomes identified include productivity gains, profitability, low staff turnover, better teamwork, enhanced training and skills, greater staff commitment and higher earnings for employees.
HPWS leads to a 'win-win' scenario (Rousseau, 1995) .
US studies found that while employers gained improved product quality, productivity and profitability, employees benefited from higher levels of wages and job satisfaction (Ichniowski et al., 1997; Appelbaum et al., 2000) . Punia and Garg (2014) introduced three important variables that must be considered for successful implementation of any high performance system. The variables are employees' awareness of HPWPs, availability of HPWPs and employees' perception regarding effectiveness of these practices. However, a direct impact of these three variables with performance remains to be investigated.
Further, the social exchange and job characteristics theories explain the route through which HR practices result in a high level of performance by the employees.
Both theories directly or indirectly state employee engagement as a mediating variable. While the social exchange theory directly considers employee engagement as a mediator, the job characteristics theory indirectly assumes so. The present paper also explores these assumptions i.e. mediating effect of employee engagement in the relationship between HPWPs and Job Performance. A brief description of the theoretical background, previous studies and hypotheses development is given herewith.
THEORETICAL BACKGROUND AND HYPOTHESES

HPWPs and Job Performance
There is ample empirical evidence about the impact of HPWS on productivity and profitability of employees (1999), Arthur (1994) , Huselid (1995 ), MacDuffie (1995 have also hinted at a positive relation between HPWS and employees' productivity and performance. (Hannah and Iverson, 2004) . The Social Exchange Theory (Blau, 1964) provides a strong basis for this relationship. H R practices increase employee participation, team building and total quality management that results in lower turnover intention and increased satisfaction and engagement of the employees (Huselid, 1995 , Pfeffer, 1994 , Cho et al., 2006 . Further, contemporary research work on HPWS reveals that organizations offer resources and opportunities that improve the motivation, skills, attitudes and behaviors of their employees (Kuvaas, 2008) , hence involvement and commitment of employees increases (Takeuchi et al., 2007) . Owing to a strong relationship between performance practices and employee engagement, these practices are also known as 'high commitment' or 'high involvement' practices. Guthrie et al. (2009) 
Employee Engagement and Job Performance
Employee engagement comprises of cognitive, emotional, and behavioral components that are associated with individual role performance (Saks, 2006) . Enhancing engagement creates a compelling competitive advantage for the organization and offers better opportunities to employees to perform (Shuck et al., 2011) . A higher level of engagement gives an impetus to employee effectiveness, innovation and competitiveness (Welch, 2011) . According to the Job Demands -Resources Model, work engagement has a positive impact on job performance and employees.
Employees who are engaged and perform well are able to create their own resources, which then foster engagement again over time and create a positive gain spiral (Bakker and Demerouti, 2008) . Job engagement is significantly positively related to job satisfaction, organizational commitment and organizational citizenship behavior (Saks, 2006) . Shuck et al. (2011) conducted a study among workers in the service, manufacturing, professional and non-profit industries.
They conclude that engaged employees perform better than their less engaged counterparts because they are more immersed in their work and they cerebrate more about their work, which helps them to produce innovative solutions. Employee engagement is a major driver to innovative work behavior (Slattenand and Mehmetoglu, 2011) . Research shows that high levels of engagement are negatively related to burnout and positively associated with well-being of employees (Bakker et al 2008; Schaufeli and Bakker 2004 
Mediating Effect of Employee Engagement
The mediating effect of employee engagement within the practices-performance causal linkage is based on two broad theoretical arguments. The first is the 'high involvement' (HI) perspective. The high involvement perspective states that HPWPs affects workers' performance through empowerment, ownership of decisions, job autonomy/discretion and participation.
Researchers have indicated that although HI practices vary greatly in their emphasis and implementation, the bundle of practices tend to leverage productivity of workers by engaging workers in a more responsible as well as more responsive manner. The overall impact is engaged and smarter workers (Becker and Gerhart, 1996; Whitfieldand Poole, 1997) . 
Hypothesis 10: Employee engagement mediates the relationship between employees' perception for
HPWPs and job performance.
Research Framework
The main aim of the present research is to explore the 
Design and Procedure
Mediation is studied through two methods i.e.
through Structure Equation Modelling using AMOS and through procedure adopted by Baron and Kenny (1986) . Baron and Kenny (1986) suggested five steps to study the effect of mediation of any variable.
1) The first step establishes the direct effect that may be mediated by the mediator. The effect of independent variable (X) on dependent variable (Y) is depicted through the following regression equation.
Y= α + a X + e (Direct effect) 1 1
2) The effect of independent variable on mediating Table-3 Baron and Kenny (1986) to study the mediation effect. Mean value comes within confidence interval derived through boot strapping for both p>.05 and for p<.01.
RESULTS
Thus the debatable assumption of normal distribution is also discarded here. 
Discussion and Conclusion
The The study has a few limitations too. Firstly, a larger sample size would have made the study more worthwhile. Secondly owing to lack of previous observations, results of the study could not be compared for continuity or deviation. Further, the sample is taken only from the NCR region, thus representativeness of sample is also a matter of concern. In conclusion, adequate investment in employees propels the laws of reciprocity as establishments who have embraced and embedded this concept in their culture will reap that which they have sown.
